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THE BUSINESS CASE FOR FLEXIBLE WORK ARRANGMENTS
The business case for flexibility aims to outline the documented positive effects on businesses
when they provide their workers with options to work less or to have more discretion over when,
where and how their work is done.
Below we have compiled some of the key findings from research on the business case.
 Employees with access to FWAs tend to be more satisfied, committed, and engaged with
their jobs.i Studies have shown that this leads to increased innovation, quality, productivity,
and market share.ii
 Research by the Corporate Leadership Council concluded that every 10% improvement in
commitment can increase an employee’s level of discretionary effort by 6% and
performance by 2%; highly committed employees perform at a higher level than noncommitted employees.iii
 Providing FWAs and time off to take care of personal and family needs can also help limit
unscheduled absences.iv Studies show that employees using FWAs report less work-life
stress, and, as a result, have less unscheduled absences and increased productivity.v
 Findings from Corporate Voices for Working Families indicate that for companies that offer
them, FWAs improve retention and recruitment; foster greater employee satisfaction,
commitment, and engagement; and are correlated to increased productivity and revenue
generation, as well as positive impacts on cycle time and client service.vi Case studies from
Corporate Voices reports demonstrate how FWAs helps businesses recruit and retain
valuable workers. For example:
o

Eighty percent of one large firm’s employees said that their ability to balance
work and home needs had an impact on their career choices and their desire to
stay with the company.vii

o

Another firm found that by offering more flexible work arrangements, and thus
retaining more female employees, it was able to increase the number of women
in leadership positions from 14 in 1993 to 168 in 2003.viii

 Finally, studies show that FWAs can directly impact financial performance and operational
and business outcomes. For example:
o

One insurance company that implemented various forms of FWAs through a
team approach in its Claim Services Department experienced increases in the
number and efficiency of claim files processed without a decrease in quality, and
reductions in unscheduled paid time off and in overtime hours.ix

For more information, see Flexible Work Arrangements: The Overview Memo, available at:
http://www.law.georgetown.edu/workplaceflexibility2010/definition/general/FWA_OverviewMem
o.pdf
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This fact sheet was produced through a non-exhaustive survey of selected websites, journal
articles and research reports on the business case for flexible work arrangements. We
welcome feedback on additional data and information that could be included here.
Prepared for Workplace Flexibility 2010 by Anna Danziger and Shelley Waters Boots on behalf
of the Urban Institute. April 30, 2008.
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